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Abstract- Organizational intelligence is considered as
one of the prerequisites of organizational success and
helps the organizations to achieve their missions. The
purpose of this article is to diagnose a university’s
business intelligence. The indicators of organizational
intelligence (strategic vision, shared fate, appetite for
change, alignment, performance pressure, knowledge
deployment and sprit) were measured in academic
members in Shahrekord selected Universities, Iran. Data
were collected from 168 faculty members and analyzed
by correlation descriptive method. Albrecht’s standard
questionnaire was used to collect data. Results showed
that all of these seven indicators of intelligence
assessment among faculty members were located at a
higher level than the median and mean of them were
ranged from 19.6 up to 24.8 (out of 35). Two indicators
include strategic vision and spirit showed the highest
and the application of knowledge showed the lowest
values.
Organizational Intelligence didn’t showed any
correlation with age of faculty members, but the
performance pressure was higher among full Professors,
and components of strategic vision, appetite for change
and organizational alignment were significantly higher
among female faculty members than male ones.
KeywordsOrganizational
members; Shahrekord; Iran.
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intelligence;

the pioneers in designing OI. According to his
viewpoint, humans may be very competent and
intelligent for doing great jobs but it is their collective
mental power that leads to doing great jobs [4].
Universities especially private ones currently adopt
corporate-like behaviors, being, thus, influenced by the
same need to develop their organizational intelligence
which has recently become a widespread practice in the
business world.
In fact, they should have been pioneers in the field,
given that, although they are losing the monopoly on
knowledge, universities still are accredited knowledge
producers, so they are inherently involved in the field of
intelligence supply and trading. It was not the case,
particularly because, traditionally, the economy of
higher education was far from being a free one, as it
benefited from a sort of knowledge protectionism, from
unaccountable autonomy. Now, as they pass from a
command-driven (the requirements of the nation-state,
for instance, whom universities, as institutions, have
served) to a demand-driven (based on market laws)
regime, universities must focus on fostering their
organizational intelligence development strategies.
The first step of the process, an on-going one, is the
evaluation of the present status of organizational
intelligence. Since organizational intelligence is seen as
an evolving, mobile feature, its measurements can’t,
obviously, be static. So, Universities have to design
adequate functions whose variables are environmentsensitive and, by optimizing these functions, to ensure
that they have reached an acceptable level of
organizational intelligence, a basis for future
development [9]. If the authorities and managers do not
care about organizational intelligence in their
Universities, no doubt, as the competition will be
defeated and they will get longer and more costly to
achieve their goals. Albrecht says that intelligent people,
when assembled into an organization, will tend toward
collective stupidity.

faculty

INTRODUCTION

The Organizational intelligence (OI) is the capacity
of an organization to mobilize all of its brain power, and
focus that brain power on achieving the mission [1].The
concept of organizational intelligence encompasses the
procedural ability of a business organization to
efficiently process, exchange, measure and reason to
support efficient and effective decision-making in its
activities, specifically planning, organizing, leading, and
controlling the organization's operations [6]. The
concept of OI came into vogue in academic setting in
the 1980s. Some of authors believe that Michael Porter
first introduced the concepts of OI and competition
intelligence. On the other hand, Carl Albrecht is one of

This collective incapacity is not a necessary or
inevitable part of the life of an enterprise. It is optional
to the extent that intelligent people allow it to happen. It
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is optional to the extent that leaders show by their
behavior that they accept and condone it [1]. Evaluating
the OI status of any particular organization like
university is admittedly a rather subjective matter —
more like a mental-health appraisal than a detailed
medical checkup. If you’re a member of an organization
of any type, however, chances are you were reading
about the seven traits of OI with your own enterprise at
least partly in mind.

environments see the need to reinvent the business
model as a welcome and stimulating challenge, and a
chance to learn new ways of succeeding. The appetite
for change needs to be big enough to accommodate the
kinds of changes called for in the strategic vision.
Change orientation is accounted for by:
• Issuance of new university services to keep up
withthe demand.
• Natural mechanisms to encourage innovation.
• Employees’ stimulation to find creative ways
tobetter do their jobs.
• Permission to question the habitual way of
gettingthings done.
• Bureaucracy
• Willingness of the management to admit their
mistakes and to cancel non-working strategies
• Openness

First of all we have a glance at these indicators [2],
and deeper looking for more specific evidences of
organizational intelligence in University. The mentioned
points at the end of each paragraph were considered for
designing of questions in a questionnaire [9].
1. Strategic Vision. It is a theory, a concept, an
organizing principle, or a definition of the destiny which
all try to seek it. The OI dimension, or trait, of strategic
vision presupposes that the leaders can articulate and
evolve a success concept, and that they can reinvent it
when and as necessary.

4. Heart. In an organization with lots of heart, the
leaders have somehow managed to earn a measure of
discretionary effort, i.e. the willingness of the
employees to contribute something more than expected,
because they identify their success with the success of
the enterprise and they want it to succeed. “Heart and
Soul” measures commitment in terms of:
• Overall quality of work life, as perceived by the
employees
• Management’s interests as perceived by the
employees
• Pride taken in belonging to the organization
• Willingness, from the part of the employees, to
spend extra effort to build organizational success.
• Optimism regarding the future of employees’ career
in the organization
• Management commitment.
• Perception of managers as role models.

For strategic vision, the matters in focus are:
• The “strategic conversation” in the university.
• The environmental scanning.
• Annual strategic review.
• Value proposition.
• Statement of direction.
• Correlation between statement of direction and key
decisions.
• Leaders’ identification and promotion.
2. Shared Fate. When all or most of the people involved
in the university, know what the mission is, have a sense
of common purpose, and understand their individual
parts in the algebra of its success. This sense creates a
powerful sense of community and esprit de corps.
Similarly, for shared fate, other seven questions have to
be addressed to:
• Plans and priorities sharing between management
and employees.
• Understanding of the organizational idea
throughout the organization
• Information sharing across departments
• Sense of belonging.
• Employees – management partnership.
• Employees’ belief in the organization success.
•

5. Alignment. In an intelligent organization the systems,
broadly defined, all come together to enable the people
to achieve the mission. Its designers and leaders have
eliminated most of the structural contradictions to the
core value proposition, and have promoted the
alignment of individual energies toward the common
purpose. Alignment shows:
• Organizational structure appropriateness to the
mission.
• Sense-making of rules and policies, as compared to
priorities.
• Facilitation of employee performance.
• Information systems as facilitators.
• Value creation.

Projected long lasting relationship with the
organization.

3. Appetite for change. Changes represent challenge,
opportunity for new and exciting experiences, and a
chance to tackle something new. People in these
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•
•

Authority delegation.
Alignment of department's missions, as to facilitate
cooperation.

Privatization will create the impression that they do
not meet standards, although they are under
internal/external monitoring and evaluation systems.
This study was carried out to evaluate organizational
intelligence in Islamic Azad University, Shahrekord
Branch, and compare the OI scores with public
University in this area. Furthermore, correlations
between OI with gender, academic ranking and age of
faculty members were also studied.

6. Knowledge Deployment. OI must include the free
flow of knowledge throughout the culture, and the
careful balance between the conservation of sensitive
information and the availability of information at key
points of need. It must also include support and
encouragement for new ideas, new inventions, and an
open-minded questioning of the status quo. Knowledge
deployment is expressed by:
• Cultural processes of knowledge sharing.
• Managers’ respect for employees’ knowledge skills.
• Porous organizational boundaries.
• Information systems knowledge flows support.
• Continuous study of the new tendencies at the
managerial level.
• Continuous learning programs support.
• Accurate appreciation of employees’ tacit
knowledge.

II. METHODOLOGY
A Persian translation of Albrecht’s Questionnaire
with questions according to Prejmerean, & Vasilache
(2007) was used in this study. The Organizational
Intelligence Profile, published by Karl Albrecht
International, is an executive-level assessment
questionnaire which enables executives and managers to
assess their organization on each of these seven key
dimensions of OI as mentioned above. Our study carried
out in two public and private universities in Shahrekord,
Iran, during 2012. Each university includes 7 faculties,
4000-5000 students and 220-250 faculty members.
Sample size was determined based on the Cochran’s
formula, so 162 population sample from 470 subjects
was selected. Ten percent extra questionnaire was
considered to ensure receiving adequate number of
forms. A questionnaire based on 49 statements Albrecht
(2003) to assess and evaluate organizational intelligence
dimensions were prepared and distributed among faculty
members and asked them to complete it.

7. Performance Pressure. When people hold one another
accountable for their contributions to the mission, a
performance culture takes shape, and every new
member who joins can feel the shared sense of
imperative. Performance pressure takes into account:
• Clear understanding of roles and responsibilities, at
all levels.
• On-going communication of performance goals and
expectations.
• Replacement of poorly performing employees.
• Removal of failing managers.
• Feedback to employees and recognition of their
contributions.
• Employees’ perception that their work contributesto
the organization’s success
• Employees’ perception that career success is
determined by job performance

Five-point Likert-type scale was applied. The
coring for each question was rated from 1 to 5 according
to answers: completely disagree, disagree, no opinion,
agree and completely agree, respectively. Seven
questions in each seven dimensions were asked in the
questionnaire. The minimum and maximum scores for
each dimension were 7 and 35 respectively. Total
average score for OI was a number between 49 and 245.
Demographic characteristics such as age, gender
and academic rank were also recorded and the data were
analyzed using the methods of statistical analysis by
SPSS software version 15.

The higher education is conducted by Public and
private universities in Iran, and the later is developed in
three recent decades. The Islamic Azad University
(IAU) was established in 1982, and has enjoyed gigantic
growth in vast areas, so now, IAU is main non-profit
university in Iran also it is the worlds’ largest university.
About half of Iranian students in higher education are
studying in IAU. The Islamic Azad University has
eighteen country zones, with over 400 branches in Iran,
and 3 branches overseas, covers almost every subject in
its curriculum and delivers huge flexibility and choice to
its students [3].

III. RESULTS
One hundred sixty eight questionnaires were
received in perfect form. The results showed that, 45.2%
and 54.8 % of faculty members participating in this
research were working in Public and private universities
respectively. Male and female staffs were 81.5% and
18.5 percent respectively. Academic ranks of faculty
members participating in this study were: 23.8%, 63.1%,
11.3% and 1.8%, lecturer, assistant Professor, associate
Professor and full Professor, respectively. Mean of
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scores (± SE) for seven indicators of organizational
intelligence in universities were shown in Table Ι.
TABLE I. Indicators Of Organizational
Intelligence In Shahrekord Universities

Organizational intelligence scores according to
academic rank of faculty members are shown in table
ΙV. Higher score in one OI indicator, performance
pressure, was seen in full Professors than others which
followed by lecturers.
TABLE IV. Indicators

of Organizational Intelligence In
Shahrekord Universities

As indicated in table Ι, minimum and maximum for OI
scores, were 68 and 147, respectively, and in total for
these seven dimensions was 111.6. The results of the
organizational intelligence in both universities and
comparison of them are given in Table ΙΙ. According to
the results in Table ΙΙ, there is no significant difference
between OI in private university with public university
(p ≥ 0.05).
TABLE II. Indicators of Organizational Intelligence In
Shahrekord Universities

The means of performance pressure in different
academic rank of faculty members showed significant
differences. There was no significant correlation among
other indicators (table V).
TABLE V. Indicators of Organizational Intelligence In
Shahrekord Universities

The correlation of mean score on the organizational
intelligence indicators with gender are shown in
table ΙΙΙ. Statistical analysis of results showed that
strategic vision, desire for change, and alignment had
positive correlation with gender, and therefore, these
indicators of organizational intelligence are higher in
female than male staff.

Based on analysis of results which is showed in
table VΙ, correlation between organizational intelligence
and age is not significant (p ≥ 0.05). Thus, there is no
significant
relationship
between
organizational
intelligence and age of faculty members.

TABLE III. Indicators Of Organizational Intelligence In
Shahrekord Universities
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TABLE VI. Correlation Coefficient Of Organizational
Intelligence With Age Of Faculty Members

both the public and private sectors are constantly
searching for new cutting-edge methods and techniques
for creating, storing, capturing, managing, organizing,
distributing, combining, and retrieving knowledge [7].
Having data for OI status of a university can be very
helpful, but the key questions facing every executive
are: How can we raise the level of collective intelligence
across our universities? How is it possible to reduce
entropy and increase the level of syntropy? What are the
specific strategies and actions for becoming collectively
smarter? We need a plan to improve the OI in
universities and we need to check it periodically.

IV. CONCLUSIONS
The aim of this study was to evaluate seven
prominent indicators of university intelligence among
faculty members of Islamic Azad University,
Shahrekord Branch, and Public University of
Shahrekord. Also we try to identify its relationship with
age, gender and academic ranking. The results showed
that all the components were higher than the median and
the average of these seven areas were ranged among
19.6 - 24.8 (out of 35). Strategic vision and spirit had
the highest levels among OI indicators and knowledge
deployment was at the lowest (19.6).
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In today's highly-competitive, fast-paced business
world, corporations, businesses and organizations in
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